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Abstract— This study aimed to analyze how Interpersonal Communication (IC) is processed in an 
organization that works with People with Disability (PwD) from the point of view of co-workers. A total of 
314 PwD co-workers, employees of Auchan Portugal Group, participated in this study. The quantitative 
methodology was used, with recourse to a semi-structured questionnaire. Data analysis was carried out 
through descriptive and inferential statistics, using SPSS-24.0 (Statistical Package for the Social Sciences) 
software. The results showed that of all the items in the IC dimension, those that presented a higher degree 
of agreement were: "In general there is good communication with the PwD" and "The PwD has 
contact/interaction with the different workers/departments". Those with a lower level of agreement were: 
"PwD usually have problems in relating to colleagues" and "PwD may adopt inadequate behavior and 
attitudes in organizations". From the correlation analysis, a statistically significant correlation was 
verified between the academic qualifications of the PwD's colleagues and the item "The PwD is more 
communicative than the others". From the analysis of the differences according to professional position, 
statistically significant differences were found between the groups "Supervisor/Responsible" and "Worker" 
in three items of the IC. This study aims to contribute to a greater knowledge about the reality of PwD 


experienced in the workplace and to the increase of good practices by organizations. 


Keywords—Interpersonal Communication; Organizations; Work; People with Disabilities. 


I. INTRODUCTION 


Clear, objective, transparent and, above all, adapted 
communication is quite relevant for people to feel 
comfortable at work, so that they can perform their duties 
well; and, when this does not exist, it can bring negative 
consequences both in the work environment and in other 
sectors. In the case of People with Disabilities (PwD), 
and taking into account the type of disability above all, it 
is crucial that colleagues and superiors know how to carry 
out this communication properly [1]. 


Successfully integrating PwD into the workforce has 
become an increasingly important issue for organizations 
around the world [2]. (Schloemer-Jarvis et al., 2022). 
Presently, this population represents one of the largest 
minorities in the world, with about 1.1 billion individuals 
with some type of disability [3]. Due to the expected 
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decline in the working-age population, especially in 
European countries, PwD are now more recognized as a 
valuable resource in the workforce and research on 
disability and employment is more important than ever 
[4]. 

However, PwD still face quite a few obstacles when it 
comes to getting and keeping a job, as shown in the 
literature. Several authors report difficulties such as: 
workplace stigma [5]; negative attitudes from colleagues 
and supervisors [6]; discrimination and exclusion with 
negative consequences for their mental well-being [7] 
inflexible workplace and higher unemployment rates [8] 
and communication problems with other employees [9]. 


Interpersonal Communication (IC) is a major factor in 
organizational success, contributing greatly to inclusion 
and integration in companies [10]. 
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So this study aimed to analyze how IC is processed in an 
organization that works with PwD from the perspectives 
of co-workers. Thus, the main objective of this study was 
to analyze how IC is processed in an organization that 
works with PwD from the point of view of co-workers. 
The specific objectives outlined were as the following: i) 
to verify differences between groups regarding 
sociodemographic and socioprofessional variables and IC 
collegues’perception; ii) to verify whether there are 
correlations between the sociodemographic and socio- 
professional variables and IC collegues perception. 
Understanding how IC is performed in organizations that 
work with PwD is quite pertinent and studies on this topic 
are scarce. 


Il. LITERATURE REVIEW 
Interpersonal Communication 


Communication is one of the basic needs in our lives. 
People communicate to satisfy their needs: physical, 
identity, and social well-being. Those who cannot 
communicate report negative satisfaction with life, lack of 
identity, and low relationship development [11]. 
Interpersonal communication (IC) is commonly defined as 
the dyadic interaction between at least two human humans 
who exchange verbal and nonverbal messages and thus 
mutually create meaning [12]. IC is essential to an 
individual's well-being. Without communication, almost 
all people tend to feel lost and lonely [13]. In the case of 
PwD, IC can be more difficult and, if not secured, can 
have a negative impact on quality of life [14]. 


Interpersonal Communication at Work 


Work-related interpersonal communication skills are 
defined as learned, goal-oriented behaviors that enable the 
worker to interact and function effectively interact and 
function effectively with groups and other individuals 
within the social context of a particular workplace [15]. 
Communication and interpersonal relationships were 
found to impact workplace stress experienced by female 
workers with disabilities [16]. 


The degree of competence in IC skills of a person is 
directly related to positive work outcomes, such as job 
performance ratings, job satisfaction on the job, and 
organizational commitment [17; 18] The lack of 
competence is associated with negative work outcomes, 
such as loneliness and social isolation. 


Effective IC in an organization refers to well-defined lines 
of communication, smooth transfer of information between 
departments and employees, analysis of information linked 
to decision making, internal communication within the 
organization, and more [20]. 
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Employers who include favorable strategies-such as open 
communication-for individuals with disabilities in the 
workplace enrich and enhance organizational benefits [20]. 
Such benefits include leadership indiversity, innovation, 
increased overall morale, and the ability to create a wider 
recruitment network [21]. 


Disabled workers should be empowered to be involved in 
the process where communication engages and embraces 
them, even those who are not functional speech or writing 
[22]. 


Il. METHODOLOGY 
Study design 


This study is classified as a case study, belonging to the 
quantitative methodology and was carried out at the 
Auchan Portugal Group, a hypermarket chain, wich takes 
an example of good practices in the area of recruitment 
and integration of PwD. 


Sample 


A total of 314 PwD co-workers, participated in this study, 
74,5% were woman and 25,5% were man, aged between 
30 and 39 years (38.2%) and between 40 and 49 years 
(37.9%). Most of participants (85%) worked in the FMCG 
sector, had a High School Education (67,2%), 15% were 
Supervisors and 85% were Workers. 


Data collect 


Data were collected between February 2018 and March 
2020, with visits to the various stores in the country. A 
semi-structured questionnaire was used, created from the 
beginning according to the objectives of the study, which 
was filled by employees via Googleforms. The 
questionnaire contained questions about sociodemographic 
variables (gender, age, academic qualifications, marital 
status, professional position, area and place of work). The 
questions were closed-ended and were formulated on a 
Likert-type scale from 1 to 5 (l=strongly disagree; 
2=disagree,; 3=neither agree nor disagree; 4=agree; 
5=strongly agree). 


Data analysis 


Data analysis was performed through descriptive and 
inferential statistics, using SPSS-24.0 (Statistical Package 
for the Social Sciences) software. The descriptive analysis 
included frequencies, percentages, means and standard 
deviations. Inferential analysis included the Mann- 
Withney test to compare differences in means between 
different groups and the Spearman's correlation coefficient 
to verify correlations between variables. 
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IV. RESULTS 


The determination of fidelity was tested using the internal 
consistency method. The consistency of the “Interpersonal 
Communication” dimension showed a Cronbach’s alpha of 
0,608, considered weak (o=0.608), but is close to 
acceptable value. 


The results showed that of all the items in the IC 
dimension, the ones that presented a higher degree of 
agreement were: "In general there is good communication 
with PwD" and "The PwD has contact/interaction with the 
different workers/departments”’. 


From the correlation analysis, a statistically significant 
correlation was found between Academic Qualifications of 
the PwD colleagues and the item “The PwD is more 
communicative than others” (Table 1). This suggests that 
the higher the educational qualifications, the more the 
person will consider PwD to be more communicative than 
others. 


Table 1. Spearman's Correlation Coefficient 








Interpersonal communication Academic 
Qualifications 
The (PwD) is more -,183** 
communicative than the others 














* Correlation is significant at the 0.05 level (bilateral) 


** Correlation is significant at the 0.01 level (bilateral 


From the analysis of the differences according to 
professional position, statistically significant differences 
were found between the groups "Supervisor/Responsible" 
and "Worker" in three items of the IC, whose average was 
higher in the "Worker" group: “The (PwD) is more 
communicative than the others”; “A (PwD) usually has 
relationship problems with colleagues”; and “The (PwD) 
may adopt inappropriate attitudes/behavior in the 
company”. This suggests that the “Worker" group tends to 
agree in a greater degree on all three dimensions of CI 
compared to the “Supervisor/Responsible” group. 


V. DISCUSSION 


The main objective of this study was to analyze how IC is 
processed in an organization that works with PwD from 
the point of view of co-workers. The specific objectives 
outlined were as the following: i) to verify differences 
between groups regarding sociodemographic and 
socioprofessional variables and IC collegues’perception; 
ii) to verify whether there are correlations between the 
sociodemographic and socio-professional variables and IC 
collegues “perception. 
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In general, the results allowed to gauge that the perception 
of PwD coworkers is that there is a good communication 
with PwD in the workplace, since a large percentage 
agreed that PwD has contact with the different workers 
and departments of the organization and, to a lesser extent, 
agreed that PwD usually have relationship problems with 
colleagues and may adopt inappropriate behaviors in the 
organization. Most studies reported that PwD's 
interpersonal communication in companies is marked by 
difficulties, which causes them not to integrate properly 
[23; 24; 25]. However, these results can be explained by 
the fact that the study was conducted in a company known 
for its good practices in relation to PwD inclusion, and are 
therefore expected. The results also showed the existence 
of a significant correlation between the academic 
qualifications of the PwD's colleagues and the item "The 
PwD is more communicative than others", which suggests 
that the higher the academic qualifications, the more 
colleagues tend to consider the PwD more communicative. 
From the literature review, no studies were found to 
corroborate these results, making it difficult to discuss 
them. However, this can be explained by the fact that 
people with higher educational qualifications may have a 
greater knowledge of disability, which would lead them to 
consider them as more communicative people. However, 
the relationship between academic qualifications and 
perception of disability is not so linear, and studies are 
needed to corroborate the data found here. 


From the analysis of the differences according to 
professional position, statistically significant differences 
were found between the "Supervisor/Responsible" and 
"Worker" groups in three items of the IC, whose average 
was higher in the "Worker" group. This suggests that the 
"Worker" group tends to agree in a greater degree on all 
three dimensions of CI compared to the 
"Supervisor/Responsible" group. Again, no studies were 
found to discuss these results, but perhaps they can be 
explained by the fact that supervisors, because of the 
position they hold, have greater knowledge about 
disability, which leads them to agree less on the fact that 
PwD have relationship problems with colleagues and may 
adopt inappropriate behaviors in the organization. 


VI. CONCLUSION 


This study aims to contribute to a greater knowledge about 
the reality of PwD experienced in the work context and to 
the increase of good practices by the organizations. This 
study also contributed to a better understanding of the 
communication process in the company, which is very 
important in the inclusion process of PwD. Good 
interpersonal communication is important, so that workers 


Page | 25 


Marta Nogueira. / Interpersonal Communication in the workplace in the perspective of People with Disability co-workers 


can perform their functions well; and, when this does not 
exist, it may bring negative consequences. 


Further studies should be done with a larger sample size, 
involving other work contexts and other variables. 


One of the limitations of this study is related to the time 
factor, since a limit was imposed for the study, which may 
have conditioned Another 
associated with the difficulty in obtaining a more 
significant sample, which would a greater 
generalization of the results. Finally, the high face validity 
of the instruments is also a limitation. A high face validity 
means that the interviewees easily understand what is 
being studied and, due to this fact, may give more 
favorable or "politically correct" answers out of fear of 
what these answers may have as a consequence in their 


the results. limitation is 


allow 


workplace, even if data are administered anonymously. 


Despite the limitations presented, we believe that the 
results obtained in this work were satisfactory from the 
scientific point of view and that the exposed problematic 
proved to be fruitful. We suggest the expansion of this 
study to other contexts and variables, as well as with a 
more representative sample. Furthermore, it would be 
important to examine the influence of socio-demographic 
and socio-professional 
qualifications, gender, and professional position. 


variables such as academic 
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